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Abstract 
In the large oil and gas organizations which divisions are territorially scattered and function in various climatic zones with 
a different demographic situation, a condition of a labor market and cultural traditions the definition of the perspective 
purposes of development of the organization and time of their achievement, system of an assessment of extent of 
realization of these purposes become important instruments of strategy of motivation and work incentive. 
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1. Main text  
Acceleration of paces of scientific and technical and social and economic development, strengthening of a 
factor of uncertainty and unpredictability of the competitive environment led to transition from intra firm 
planning to long-term, and then to strategic planning. In conditions when mane state branches are in a crisis, 
there are necessary accurately certain strategy and tactic of overcoming of crisis. The development and 
realization of the organization's strategy, which could correspond better to quickly changing external 
conditions, became an integral part of activity of the majority of the organizations. 
Vikhansky O.S., 1995, Efremov V. S., Havykov I.A., 2002, Wright, 1992, etc. understand long-term, 
qualitatively certain direction of development of the organization as strategy of the organization, concerning 
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the sphere, means and a form of its activity, system of relationships in the organization, and also an
organization position in the environment, bringing the organization to its purposes.
Strategy is a set of rules by which the organization is guided in making management decisions. At the same
time strategy can be considered as the general comprehensive plan intended for ensuring implementation of 
mission and achievement of the economic purposes of the organization (Schuler, 1992, Samygin S. I.,
Stolyarenko L.D., 1997).
Strategy is a definition of the main long-term goals and tasks of the company and development of the
direction of actions and distribution of the resources necessary for achievement of these purposes
(ChandlerA.D., 1962). Above definition indicate, how strongly in the course of functioning of the organization
strategic aspects of its management are shown.
Strategies exist at different levels of the organization. Besides corporate strategy, in the organization there
is a number of functional strategy in such spheres, as finance, marketing, personnel, production and
information technologies. All of them reflect the vital activities of the organization. Human resource
management strategy, along with marketing and financial strategy, is now key functional strategy of the 
organization (Vikhansky O.C., Naumov A.I.,2003). According to Belyaev A.I., functional strategies are in the
basis of tactical and operational planning in each functional area of each business line (Fig. 1).
Fig. 1. The system of strategies of organization
According to Vikhansky O. «strategic management is such management of the organization, which is based
on the human potential as the basis of the organization ...».
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In practice the strategy is a system of management and organizational solutions, directed to the 
implementation of the mission, goals and objectives of the company. 
Any strategy must be real, internally complete; compatible with the environment; a balanced on resources; 
moderately risky; organically combine long-term and short-term goals. It includes several elements. First of 
all, it is the system of goals, which includes mission, organization-wide and specific goals. 
Another element of the strategy is priorities (main principles) of the distribution of resources. They can be, 
for example, first of all directed at solving the most important and pressing for the organization issues; can be 
allocated in proportion to requirements, and ideally in full accordance with them; can be provided equally to 
all divisions, if they are similar in size and are engaged in similar activities. 
Finally, the element of the strategy is the rules of implementation of management actions, including work 
with the staff. 
Mechanisms of strategic management include the following: 
1. The formalization of relationships between the participants of management by adoption regulating 
documents, planning of formal procedures, etc. In particular, the large companies adopt their own corporate 
codes. 
2. Representation on the board of directors of all groups of shareholders, including minority (in some cases 
also other interest groups such as trade unions). 
3. Rigid accountability of management to the board of directors (but not to major shareholders directly), 
and board of directors to meeting of shareholders. 
4. The solution to all the important issues that go beyond the current management, at the board of directors 
or meetings of shareholders. 
5. Avoidance of conflicts of interest and the relationships of affiliation (for example, when the management 
is affiliated with the largest shareholder). For this purpose, in particular, third-party independent directors are 
invited to the board of directors, the professionals, which are not directed with shareholders and managers of 
company. In many western companies independent directors make the majority in the board. Besides, the 
directors who are interested in these or those transactions cannot participate in making decisions on them. 
6. Exclusion of dependent directors from management. For this purpose, in particular, the issues about 
salaries of directors are resolved on special committee at the board of directors, instead of management.  
7. The separation of «control and controlled». In particular, the main questions of audit and financial 
accounting are solved by a special committee at the board of directors, not management. 
8. The publication of the maximum amount of information about the activity and financial indicators of the 
company; ensuring the clarity of management and major shareholders actions (in relation to the company), 
abidance of the principle of information clarity. 
These mechanisms are designed to ensure effective and honest activities of all members of the corporate 
management. 
The majority of heads of the organizations and experts in the field of personnel management unanimously 
believe that personnel management strategy is a component of general corporate strategy of organization. In 
practice, it is possible to observe a variety of ways of their interrelation, which allow us to assert that the link 
of personnel management strategy and the strategy of the organization generally is not a unilateral. 
The personnel management strategy belongs to the category of functional strategy, subordinated to the 
general strategy; it follows from the general strategy, develops and details it. If the object on which functional 
strategy is directed, represents something whole, not divided into separate parts, then we speak of a 
concentrated strategy. If there is such separation and a task to provide independent development of parts with 
their mutual support, it is a diversified strategy. 
In the large oil and gas organizations which divisions are scattered around the country, and even around the 
world, and function in various climatic zones with a different demographic situation, a condition of a labor 
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market and cultural traditions, the personnel strategy is diversified, that is, taking into account the specifics of 
the conditions. In the local, highly specialized oil and gas organizations (for example, the small oil and gas 
extraction organizations with homogeneous staff) it is concentrated. 
By means of strategy of human resource management the following problems are solved: 
x timely providing the organization with workers of the set qualification and in necessary quantity; 
x optimization of structure of the personnel; 
x accumulation of personnel potential, its rational use for realization of business strategy; 
x formation and improvement of mechanisms of personnel management of the organization; 
x management of labor behavior of employees; 
x definition of models of compensation, material and moral (intangible) incentive of workers; 
x training, professional development of personnel of organization, development of skills of strategic 
thinking; 
x formation of corporate culture, identification of the employee with the organization; 
x creation of conditions for the realization of the rights and responsibilities of personnel provided by the 
labor legislation; 
x transformation HR services to marketing structures of the organization; 
x creation favorable labor conditions, etc. 
So, under the strategy we mean the definition of perspective purposes of the organization and time of their 
achievement, the system of an estimation of the extent of realization of these objectives. The author means the 
personnel management strategy as a set of organizational activities of using human resources directed on 
achievement company purposes influencing the behavior of individual employees in the process of 
formulation and satisfaction by them of strategic requirements of the organization. 
The strategy of motivation and labor incentives is an achievement of competitive advantages of the 
organization based on corporate values and beliefs, a high level of performance, innovation initiative of the 
personnel; ensuring the organization's goals by attracting and retaining professionally trained staff through 
effective, strong and steady motivation formed on the basis of a comprehensive stimulation. 
The strategy of motivation and labor incentives establishes what personnel is necessary to the organization 
and what level of work efficiency needed to achieve the objectives of activity of all system. 
The strategy of motivation and labor incentives is a set of targeted processes by which the personnel of the 
organization is involved in various spheres of social production and is stimulated by ways and methods 
increasing as organizational capacity of the company in overall and their ability to plan activities, and 
independently to see and resolve problems arising during it. 
In realization strategy of motivation and labor incentives there is the development of mechanisms of 
motivation and stimulation, and the following organizational, management and socio-economic factors of 
activity of the organization should be taken into account: 
x profitability of activity per employee; 
x the level of labor productivity; 
x the level of labor costs; 
x the level and structure of remuneration; 
x competencies that need to be developed; 
x the number of employees of the organization; 
x the kinds of activity that are required to be transferred to outsourcing or perform within the organization, 
etc.  
The above factors of the organization are directed on achieve and fixing of constant competitive advantage, 
that is, on the development of the organization. The purposes of creating and developing mechanisms of 
motivation and labor incentive of the staff of petroleum organizations are achieved through the development 
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of an organizational culture; forming motivational kernel of the personnel of the organization; the 
development of a rigid focus on achieving high levels of efficiency in all organization, etc. 
The strategies determine the orientation of the system of motivation and labor incentives of the personnel. 
Table 1,2 offers a matrix of interrelation of developing levels of the organization with the directions of the 
development of mechanisms of motivation and labor incentives. 
Table 1. The interrelation strategy of motivation and labor activity incentives of personnel with the directions of development of the 
organization (The organizational and managerial level). 
Type of strategy of motivation and 
incentives of personnel labor 
The main subjects of development of organization in the field of development of mechanisms of 
motivation and incentives of personnel labor 
The strategy of motivation, focused 
on the relationship with the mission 
and the organization purposes 
Satisfaction by organization of a certain segment of requirements of society, survival of the 
organization, establishing the optimal functional relationships between organizations, 
restructuring the organization, changing the culture of the organization; increase of public 
benefit 
The strategy of motivation, causing a 
positive image of the organization in 
environment 
Remuneration of personnel is socially oriented and forms an image of the organization in the 
public consciousness; the development of corporate culture; teambuilding, rescheduling of 
working relationships 
Strategy of maintenance of a salary at 
the level of labor market 
requirements 
Stability in earnings; building the optimal structure of the monetary and non-monetary (social 
benefits) compensation; relationship skills growth and rising wage; conflict prevention 
The strategy of motivation, focused 
on innovative activity of the 
organization 
Overcoming of a threshold of indifference to innovations; optimization of promotion and 
leadership manifestation in group; use of the autonomous working groups, change of structure of 
groups; coordination and communication improvement 
The strategy of motivation providing 
the prevention of the conflicts 
Creation of optimum structure of the intergroup relations, creation for this favorable social and 
psychological background, change of roles and instructions; optimization of the interpersonal 
relations, development of communication skills, development of consciousness and 
understanding of others, correction of perception of other people 
The strategy of motivation providing 
movement of the personnel according 
to requirements of the organization 
Remuneration regulation; stability of own personnel; involvement of the highly skilled 
personnel of other organizations, development of an outsourcing, outstaffing 
 
Table 2. The interrelation strategy of motivation and labor activity incentives of personnel with the directions of development of the 
organization (The individual and personal level). 
Type of strategy of motivation and 
incentives of personnel labor 
The main subjects of development of organization in the field of development of mechanisms 
of motivation and incentives of personnel labor 
The strategy of motivation focused on 
improvement of quality of labor life 
Remuneration provides not only the needs of the employee but also his family, ensuring high 
productivity; access to benefits, ensuring the development of the employee and his family 
members 
The strategy of motivation focused on 
personnel development 
Possibility of professional development, retraining, positive correlation between growth of 
education and compensation level; professional development; career development 
The strategy of motivation focused on 
innovative activity of the personnel 
Interrelation between complication and an intensification of work and remuneration level; 
overcoming of a threshold of indifference to innovations 
The strategy of motivation focused on 
content of work 
Management of performance individual tasks by an employee, change (modification) of the 
content of behavior of the personnel, development of the content of activity of the worker. 
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Without clear functional strategies including the strategy of motivation and personnel labor incentives, it is 
rather difficult to organizations to pursue a uniform corporate policy, therefore the formation of strategy of 
development of mechanisms of motivation and personnel labor incentives is the task for the top-management 
of the organization. 
The stimulation, suggesting the orientation of management practice on the actual structure of valuable 
installations and interests of the employee and full realization of its labor potential, is a set of methods, tools 
of achievement of strategic objectives of the organization. The top-management must have a set of benefits 
that are capable to satisfy needs of the employee. These benefits are used as remuneration for successful 
realization of labor functions. Need of creation or improvement of mechanisms of motivation and stimulation 
of labor activity is caused by influence of the factors presented in table 3. 
Table 3. The factors of influence on necessary of formulation (improvement) of mechanisms of motivation and labor incentive. 
Factor Positive influence Negative influence 
Significant changes 
in corporate strategy 
or business strategy 
If essential changes in the organization are planned, 
mechanisms of motivation and work incentives cannot 
correspond to new tasks. In this case, the elaborate human 
resource strategy will give an opportunity to attract new 
resources. 
The strategy of motivation and personnel labor 
incentives by definition is not an imitation of the 
successful experience of other organizations. It 
should be connect with business requirements and 
purposes of each organization. 
Conflict of priorities The conflict of interests requires a complex decision 
concerning a large number of employees. They are also 
impossible without a clear strategy agreed with business 
objectives. 
Sometimes the organizations face with 
contravening to each other priorities. If top-
managers not able to follow all of them 
simultaneously, the strategy of personnel 
development will not effective. 
Existence of  
significant problems 
in HR management 
When strategy is directed on taking a leading position in 
the market, it is necessary to provide the organization 
with human resources, to keep available labor potential 
and to involve the best employees, it is simply cannot do 
without strategy of development of the personnel. 
High level of the staff turnover, unfinished 
procedure of involvement of employees with 
necessary skills or very low work efficiency, 
jeopardize the success of all of activities of 
organization. 
 
That efficiency of mechanisms of motivation and labor incentive has four features illustrates 
figure 2. 
 
 
Fig. 2. Main features of efficiency of mechanisms of motivation and labor incentive 
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To develop the mechanisms of motivation and personnel labor incentive, which appropriate to the 
corporate strategy and business strategy of the organization, it is necessary to define requirements for the 
personnel and extent of its participation in strategy realization. Participation of the personnel may be as direct 
(for example, transfer of division of the organization to other country that means moving of part of employees, 
staff recruitment in the new region and, probably, reduction of part of staff on an old place), and indirect 
(change of a trademark of a product or the service, produced by the organization, cannot lead to considerable 
involvement of the personnel in this process). 
To finding the courses of development of mechanisms of motivation and labor incentives it is necessary to 
compare the existing and required to realization of business strategy and strategy of motivation and labor 
incentives in the organization. Instead of reacting to current state of a labor market (such as deficit or surplus 
of labor force, the level of labor costs), the organization plans, which personnel (quality characteristics and 
number) is necessary for realization of corporate strategy. In this case, it is also important to estimate the 
indicators of staff turnover, recruitment activity, number of employees of retirement age, branch level of 
payment for labor, costs of the personnel in the total costs of the organization, etc. Collected information is 
used to improvement of system of selection, training, adaptation, distribution of functions between the 
employees and divisions, motivation and labor incentives systems, that is, to creation of the balanced 
motivational kernel of the personnel of the organization in medium-term or long-term perspectives. 
The organizations creating the strategy of motivation and incentive of the personnel, have to answer the 
question about the positioning in the opinion of own personnel and potential labor force. It will help to attract, 
to hold and correctly to stimulate the necessary employees, that is, to form a motivational kernel of the 
personnel of the organization. Mechanism of motivation and labor incentives of the personnel helps the 
organization to identify its own competitive advantages on a labor market. Mechanisms of motivation and 
labor incentives can be a component of image of the organization as the employer, influencing the relation of 
company personnel. The attractiveness of the organization to potential job-seekers is presented in fig. 3. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 3. Components of the image of the organization as an employer 
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The oil and gas organizations are in the top positions in the rating of the most attractive employers, as in 
them usually well-established all of the above components (table 4). 
 
                                 Table 4. Rating of the most attractive large companies - employers for Russians  
                                  (2008, All-Russian Public Opinion Research Center) 
Companies - 
employers Rating, in points 
Position in a rating «50 
employers of dream for young 
specialists 2008» 
Rating Fut.ru 
Gazprom 23,57 1 2 
Rosneft 23,41 20 27 
LUKoil 23,41 3 10 
CB «Sberbank» 23,32 22 15 
Surgutneftegaz 23,23 - 71 
RAO UES 
structures 
22,84 37  
RGD (Russian 
Railway) 
22,48 40 13 
TNK-ВР 22,48 18 49 
Severstal 22,37 - 81 
Norilskiy 
Nickel 
22,24 48-50 142 
 
At arrangement of priorities of investment in the personnel are aligned corporate strategy, business 
strategy, building a company's image as an employer. Having established qualitative compliance of strategy, 
choose the investment directions in the personnel. 
Thus, the development of mechanisms of motivation and incentives in an organization is not single action, 
and continuous process of improvement therefore activities for formation and development of mechanisms of 
motivation and personal labor incentives always have the character of constantly carried out work, are long-
term and are directed on the solution of perspective and current tasks. 
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